Affirmative action and equal employment opportunity have been of concern to the library profession for more than 20 years.
Recently the emphasis has shifted from concern about compliance to career advancement for individuals from culturally diverse groups. (For reasons unknown, the more common abbreviation of equal opportunity employer seems to be EEO rather than EOE.)
Although the task force report, which prompted ACRL to appoint that committee, included no numerical evidence, it nevertheless cited "patterns of. low recruitment efforts and minimal attention to the advancement and retention of underrepresented groups."
One area which the committee targeted for action was barriers to advancement for minorities.
It referred to these barriers as "glass ceilings," "early plateauing," and the "cycle of frustration" which inhibit the advancement of minorities and in some cases lead to resignation. Table 1 shows that department head was the most frequently advertised position, and deputy director the least. Total: 238 100.0
The advertised positions covered more than 20 different types of library activities. Table 2 covers ten types of activities, those represented by ten or more advertisements.
Administration, which accounted for the largest number, includes director and deputy jobs as well as some assistant/associate university librarian (AUL) positions having responsibility for general administrative services. AULs for public or technical services were placed in those categories because of the background knowledge required for these specialized areas.
Reference refers to jobs involving direct information assistance for clients, whereas public services encompasses the administration of reference and other departments units which interact directly with clients.
The areas shown in Table 2 equal nearly 85 percent of all the advertisements for management positions. Areas such as media services, preservation, government documents, interlibrary loan, and bibliographic instruction had three or fewer advertisements. were for director positions. The salary data were computed from the advertised salary or from the midpoint for advertised ranges.
The median salary for all advertised positions was $34,000. Table   3 displays the mean salaries in two contexts: by type of parent institution and between ARL member and non-member libraries.
. specifically seeks candidates who can make contributions in an environment of cultural and ethnic diversity."
As shown in Another five libraries reopened their searches but had not concluded them by spring 1992. In the four remaining cases, existing positions assumed the duties of the job advertised, or the job was eliminated.
The searches spanned a period of one to 22 months, with a mean time of six months. For those libraries that bore the cost of the searches themselves the average costs were $1,717 for advertising, $1,651 for interviews, and $2,420 for relocation.
Gender and Ethnicity of the Applicant Pools
The Previous Supervisors. In order to determine whether applicants covered by AA/EEO guidelines were being selected in greater numbers for management positions, it was necessary to determine the gender and ethnicity of the previous supervisors. Although women occupying jobs at those levels were nearly equal in terms of absolute numbers, the proportion of women in upper- Table 6 .) 13 12 75
The data in Table 6 about where to find qualified minority librarians." (12) Anyone who has served on search and screen committees knows that it is not uncommon for persons lacking the required qualifications to apply, though how many did cannot be determined in this study. However, it seems unlikely that all 110 of the culturally diverse applicants (77%) rejected for interviews lacked credentials for the positions which they sought. Table 7 shows the gender and ethnic backgrounds of all candidates interviewed. 
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The last column in Table 7 Males 53 (3) 435 (32) 279 (9) 150 (6) Females 66 (7) 402 ( As I looked over our response I was struck by the fact that the numbers do not reflect the effort that the Library has taken over the last several years to diversify its staff.
This effort has taken place through a special program in concert with tte Provost's Office to identify internal needs not met by normal recruiting and funding, and to match outstanding graduates from protected classes to those needs.
Our progress has been made outside of the normal recruitment channels and would not be reflected in the enclosed survey.
CONCLUSIONS
In comparing the gender of the persons appointed with those previously holding the positions, little has changed. Women were not chosen for higher-level positions in any greater numbers than their predecessor in these same positions.
In fact, Women AULs declined from 15 to 11, while men appointed AUL rose from six to 12. It could be argued that the time of big gains for women has already occurred. although librarianship may remain philosophically committed to increasing minority representation in the profession, the profession has given higher priority to other concerns over the past decade than to recruiting, nurturing and retaining minority librarians. (15) 
